The main objective of almost every organization is not only to select the right person for the right job but also to fascinate and retain them within the organization. Employee retention has considerable importance these days. This research was conducted to investigate how human resource management practices (employee compensation, employee training, appraisal system and employee empowerment) affect retention of banks employees. The data of this study was quantitative collected through questionnaire from 150 respondents from different banks of Quetta city. The results of the current study reveal that there is a significant positive relationship between human recourse management practices (empowerment, compensation, training and appraisal system) with employee retention. The study also discusses the limitations and recommendation for future research.
Introduction
Human resource is the most important asset of any organization as it is the source of achieving competitive advantage. In order to meet this challenge of achieving competitive edge the employers need to create such an environment that support the practices of retention. In which employees are encouraged. Once they are satisfied with their jobs, it will lead them towards commitment to their work as well as the organization and their intention to stay within the organization will be maximized. Employee retention refers to the ability of the organization to retain its employees. It is the efforts by employers in maintaining such an environment that supports staff to remain within the organization for this purpose organization attempts to make policies that are aimed to meet the needs of the employees, enhance their job satisfaction, encourage and motivate them. Therefore the organizations want their employees to be more committed towards their work, performance and likely to retain in the organization. For any organization although hiring of competent employees is crucial, yet it is more important and challenging to retain those employees. Narang (2013) stated that employee retention is a process in which organizations tries to retain their employees for longer period. The researcher further examined that for the retention purpose the policies and strategies are formulated in such a way to retain the workers in the organization. Retention is defined as "the ability to clutch onto those employees who are desired to stay, for longer period of time than those of the competitors" (Johnson, 2000) . "Retention is an obligation to continue to do business or exchange with a particular company on an ongoing basis" (Zineldin, 2000) . Stauss, et al., (2001) have defined retention as "customer liking, identification, commitment, trust, readiness to recommend, and repurchase intentions, with the first four being emotional-cognitive retention constructs, and the last two being behavioral intentions" . Heathfield (2005) explained if an organization wants to gain long-term benefits and competitive advantage it retains its talented employees in the organization who can lead them to achieve the desired goals. A motivational quote of Aristotle "pleasure in the job puts perfection in the work" one reason of the retention is the job satisfaction. It makes them more devoted and committed to their work; it results in organizational customer's satisfaction. For an effective and efficient performance of the firm, it is considered essential that firm retains its competent employees for longer period of time (Shekshnia, 1994) . This researcher further argues that if an organization fails to do so, it cannot take advantage from its employees who are considered as an asset for the organization. Cloe (2000) has affirmed one of the reasons of employee retention that is if employees feel arrogance with company where they work this is source of motivation that is put in their efforts and they will try to give their best inputs. Freyermuth (2004) said human resource strategies play an important role in order to retain employees. The retention process starts when human resource management is applied that is right person for the right job. Employee retention is one of the most important targets for the organizations. Every organization attempts to introduce different human resource practices for this purpose. After review, the several articles relevant to employee retention the researcher selected the following four variables that affect employee retention. This study aims to describe how HR practices compensation, employee training, and appraisal system and employee empowerment influences employee retention in banking sector of Quetta city. The importance of this study is to provide better approach to various human resource management practices those practices if implemented effectively, can reduce the turnover and maximize retention of the 6 employees in banking sector. Bank is an institution that accepts deposits and lends those deposits whether directly or indirectly and it is considered a reliable industry of Pakistan like almost all other countries. But due to long working hours, stressful work in banks employees mostly prefer to work where they are given attractive compensations, they are being trained to enhance their skills which will create sense of being valued by the organization, better appraisal system as argued by Gomer-Mejia et al. (2004) for three factors of job those are "promotion", "rewarding" and "termination" performance appraisal can be used. In addition, empowering the employees in determining their work and involving them in decision-making. After gone through various articles and research papers related to employee retention, for this study following human resource practices are being selected those are employee compensation, employee training, appraisal system and employee empowerment.
Literature review

Employee retention
Chaminade (2007) cited in Fathi, Yazam and kamal (2011) retention is a "voluntary move by an organization to create an environment which engages employees for long term." Similarly, Kyndt and his colleagues (2009) defined employee retention, as it is a practice or method, which organizations attempt to retain its core employees. In the same way, Ahlrichs (2000) reported that retention is those policies and practices, which organizations implement in order to keep their core employees within the organization. For this purpose, organizations take different steps to make them stay for longer period. The researcher further argues although it is important to hire talented employees, yet to retain them is crucial for the organizations. Employees are considered as an asset of the organization and their replacement is problematic. To retain the talented employees in the organization different measures are taken. The organizations, who fail to do so, may face adverse situation. (Meaghan stovel, nick bontis, 2002) . Similar to the views of Meaghan other researchers have also stated the effects of turnover of the skilled employees, which are as 1. The organization will remain with the problem of understaffing, 2. Less qualified employees and this will result in decreasing the competitiveness. (Rappaport, Bancroft, and Okum, 2003) . Heathfield (2005) explained if an organization wants to gain long term benefits and competitive advantage, it retains its talented employees in the organization who can lead them to achieve the desired goals. Osteraker (1999) relates job satisfaction and job retention with the success of the organization. The researcher has categorized the retention in to three dimensions named as social, mental and physical. Mental dimension is related to the work characteristics. The priority of employees is towards that work they have the opportunity to use their knowledge and skills and get the feedback, which will lead to retention. The social dimension is the associations of employees with other people. Physical dimension of retention is associated with working circumstance and pay. According to Panoch (2000) , the talented and competent employees are problematic to be replicated, that is why organizations put their best efforts in order to retain these employees. From the literature it can be concluded that retention is the "relationship between employees and organization "where as turnover is defined as "any permanent departure beyond organizational Boundaries" (Cascio, 1995) . Below the relationship between each of the human resource management practices with employee retention are discussed, which are the impact of employee compensation, employee training, performance appraisal and employee empowerment.
Employee compensation
Compensation is considered as the most important factor for employee retention. According to William (2007) , companies formulate and implement the compensation policies in such a way that their employees are thrilled. The higher the employee satisfaction, the more they are dedicated to their work. Pay plays a vital role in employee retention. Milkovich and Newman (2004) have considered pay as a chief factor in retention. Lawler, (1990) viewed that the more competitive labor market is, the high wage strategy a company assumes. In addition, opposite to this company likely to implement the low wage strategy if comparatively trouble free and easy work is involved in low contending markets. William and Dreher, (1992) regard the compensation as essential means of employee attention as well as their retention. Gardner DG, van dyne L, Pierce. JL (2004) has concluded that compensation is the factor through which employees are willing to bestow their efforts, more devoted and likely to stay in the organization. The research conducted by Sanjeeve Kumar (2012) explored five factors that influence the retention of employees. The study revealed compensation is the most attractive factor, which can greatly affect the employee retention. Similar to these findings research carried out by Francis (2014) also showed compensation and benefits had very positive impact on employee retention. Compensation is both in the form of money and non-cash. In form of money, that employee receives in circumstances such as damage or harm, salaries or wages given by the employers to their employee or rewards. In form of non-cash, includes the benefits such as pensions, insurance (health or life), allowances, or retirement plans. (Hong, Lam, Kumar, Ramendran, Kadiresan, 2012) . Past studies also pointed that money is not only the factor for the retention of the employees. Smith, (2001) has argued that although money is source of attraction for the employees, yet not necessarily to retain them in the organization. Furthermore, Ashby and Pell regard money as source of satisfaction but the decision to stay in the organization is not totally dependent on compensation. Employee retention is based on the effective strategies formulated by the organization. They retain their employees even without paying high compensation (Pfeffer, 1998) . According to Brannic (1999) , principal factor for employee retention is not based on money. Highhouse, Stierwalt, Bachiochi, Elder and Fisher, (1999) has stated that through low compensation package employees are not attracted but at the same time there is no guarantee to retain them by offering high compensation. Not only pay is the factor for retention but also other factors such as work environment, co-workers support and supervisor support etc are the factors that are important in intention to stay within the organization. From the literature, it can be concluded that compensation is an important factor for employee retention as money can influence employees' behavior and ensure long-term employment.
Employee Training
Goldstein (1980) and Latham (1988) have defined training as "the systematic acquisition and development of knowledge, skills and attitudes required by employees to adequately perform an assigned job or task to boost performance in the job environment." The purpose of training can be achieved that is to convey new knowledge and skills if it is designed proficiently (Salas, 1999). Huselid (1995) has recommended that for employee retention the human resource practices such as training and job security play imperative role. Some other researchers especially, Lazear (1986); Madrian (1994); Gruber and Madrian (1994) have considered the human resource practices benefits and training as the motivator these practices "lock" the employees or retain them to the job. They stated that these practices are negatively related to turnover and have positive effect on employee retention. Ahmad and Bakar (2003) suggest that employees who recognize the benefits from training will tend to be more committed and so be more willing to participate in an organization's training activities. Samganakkan (2010) acknowledged in his research the human resource practices such as training, appraisal system, and compensation as essential determinants of employee retention. These practices play important role in employee retention. The researcher has stated that organizations that desire to be successful they need to reduce turnover and make the compensation plan in such a way that positively affect the decision to stay. He regards training as an 7 important determinant that motivates the employees and retains them in the organization. Training has positive relation with employee retention. It creates a sense of worth in employees. As through training organizations invest on their employees to enhance their knowledge and skills this leads to their career development. Messemer (2000) has stated that employees retention is dependent on the organization's decision to invest in employees training that will lead to their career development. Wetland (2003) has considered training as an essential factor in reducing turnover and increasing intention to stay. An organization that wants to obtain competitive advantage needs to get its employees trained in recent and updated technologies (Tomlinson, 2002) . Many researchers have found that Training and development has significant relation with employee retention (Hong, Hao, Ramendran and Kadiresan, 2012; Asil, Akhlagh and Maafi 2013; Johri, Yahya and Ahmed 2012) . Study by Tangthong, trimetsoontorn and Rojniruntikul (2014) examined human resource management practices (compensation and benefits, reward system and training and development) on employee retention with employee engagement as mediating variable. Study showed positive relationship with HR practices. However, in this study it was also concluded that training alone cannot increase employee retention but should be accompanied by other practices. From the literature, it can be concluded that the concept of training is to provide skills and knowledge to employees for present task, on the other hand development based on skills and education of employees for present and future task. In addition, through the practice of training a sense of being valued can be created among the employees. Through training employees' skills and knowledge will be enhanced as technology is rapidly changing and organizations need to adopt the changes to be in the race of competition. If employees are given proper training as required, their knowledge and skill will not become obsolete.
Performance appraisal
According to Grote (2002) performance appraisals are a systematic way of evaluating the standard of a worker's performance." The researcher has viewed the two terms which are used interchangeably in research studies are named as "performance appraisal" and "performance evaluation." German and Saks (20011) delineate the performance appraisal as a process through which employees are evaluated in accordance to their job performance that smooth the progress of career development. The researchers further argued that performance appraisal scrutinizes the individual's general involvement to the organization and his/ her potential to attain higher position in the organization. For appraisal system parties, the evaluator and the respondents should realize its worth. If not so, it is observed that appraisal can be stressful for both the evaluator and the respondent. Webster, Beehr and Love (2011) in their study observed the effects of work stressors those are role vagueness and conflicts, dissatisfaction and turnover. Similar to the views of Webster, Beehr and Love (Year) other researchers have stated that stress has negative effect on employees' job performance. That is because employees give more significance to the appraisal system that will lead them to career development and compensation. (O'Connor, Arnold and Maurizio, 2010) . Performance appraisal plays an important role in attaining the desired goals as it motivates the employees and so that they will be more committed. (Ver Weire and Van Den Berghe, 2004) . Sudin (2011) has given his views about the fairness in appraisal process that has effect on employee satisfaction, which results in positive relationship with organizational justice. Ghazali, Nysuki and Ishak (2011) studied, seven different human resource management practices like recruitment and selection, training, compensation system, performance appraisal, communication, employee empowerment and job security with employee intention to stay in hotel industry. Results of this study showed all these practices have significant relationship with employee retention however along with three other practices appraisal system was also found to be the most commonly practice carried out by KL hotel industry. Similar to these findings study carried by Rathanveera (2010) in Sri Lankan public sector banks. The results of this study showed significant relationship of other HR practices (compensation and benefits, training and development) performance appraisal and employee retention. From the past literature, it has been concluded that performance appraisal is mechanism through which employees' performance is being evaluated, the fairness of appraisal system can motivate the employees, their commitment to work, and intention to stay will be maximized.
Employee empowerment
According to the definition of the World Bank, "empowerment is providing individuals or groups with enough knowledge to allow them to make educated choices so that the result of those choices leads to responsible decision making. Hopefully these decisions will not only benefit the individual making them but also the organization or company, which allows the use of this empowerment." Employees are said to be empowered if they are given opportunity to participate in decision-making, goal settings and measures that are needed for motivation (Osborne, 2002) . According to Kaye and Jordan-Evans (2001) the more empowered the employees are, the more they are committed to their work, that will lead to organizational success. Employees will likely be more committed and give their best efforts in performance as they are empowered in decision-making (Hummayoun Naeem and Muhammad Iqbal Saif, 2010). According to Choong Wong and Lau (2011) employee is said to be empowered when there is sense of possession to retain in the organization. It also creates sense of belongingness among the employees they will likely to stay in the organization and ready to cope with the stress and challenges by others. The study by Ongori (2009) after critically reviews of literature of employee empowerment it has been found that employee empowerment plays an important role in reducing turnover. Nedd (2006) cited in Ghazali, Nasyuki and Ishak (2011) employee empowerment is a mechanism through which employee retention is maximized. Moreover, it was also found in the study of ongori that empowerment creates a sense of worthiness among the employees that they can lead the organization towards the success, develops employee commitment towards organization, empowered employees contribute in organizational effectiveness, develop trust and encourages effective communication furthermore through the practice of empowerment workload of the top management is also minimized. From the literature it can be concluded like other human resource practices empowerment can also affect employee retention. When employees are empowered, they have the opportunity to determine their work; they are involved in decision making so they can make better use of their skills and knowledge, will be more committed to their work and organization and definitely will likely stay in the organization.
Reasearch variables
After literature, survey these variables were selected which are explained in the theoretical framework. These are employee retention is dependent variable and its relationship is to be checked with the independent variables, which are employee empowerment, employee compensation, Training and development and appraisal system.
Hypothesis of the study
H1:
There is positive relationship between employee compensation and employee retention H2: There is positive relationship between employee training and employee retention H3: There is positive relationship between appraisal system and employee retention H4: There is positive relationship between employee empowerment and employee retention
Research methodology
Quantitative data was collected, using non-probability sampling technique. Questionnaires were distributed consist of 5-likert scale. The data was analyzed by using statistical package for social sciences (SPSS) version 16.0. The secondary data was used by reading out the previous research articles and journals that helped in developing the theoretical framework whereas the primary data was gathered by using questionnaires. The questionnaires were got filled from the branches of Bank Alfalah, Allied bank and Dubai Islamic bank of Quetta city. In this research, the sample size was 150 and all the respondents provided feedback. The research instrument in this study is questionnaire. The aim reason for using the questionnaire is to get the direct feedback from the respondent that is less time consuming and can be achieve can be achieved in an unproblematic way.
Data analysis
After the data collection, the next step was towards data analysis. A co relational analysis was performed using the acquired data in order to check the relationships between the selected variables. For this purpose statistical package for social sciences (SPSS), 16.o was used. As this is very systematic computer program, which can deal with large amount of data and accuracy of results is assured. For this study, correlation and regression were analyzed.
Theoritical framework Correlation and regression analysis of the research
Correlation matrix shows the relationships between the dependant variable and independent variables those are employee empowerment, compensation, employee training and appraisal system. Results show that employee retention is dependent on these variables. This table shows that independent variables of the study (employee empowerment, employee training and compensation and appraisal system) have significantly correlated to retention. These variables have positive relation with employee retention.
Regression Analysis
According to model summary, the values of R show that these independent variables (employee empowerment, compensation training and appraisal system) contribute 2.17% towards dependant variable that is retention. It concludes 97% change in dependant variable due to other independent variables. The value of adjusted R square 1.16% represents the significant contribution of the independent variables toward dependant variable. From the hypothesis testing, it shows that there exists positive relationship between employee compensation and employee retention. The value .503 shows that compensation is positively related to employee retention. Correlation is significant up to 0.01level. Hence Hypothesis 2 is supported. Compensation is considered as a key factor that has direct effect on the level of retention. The factor increases, so that they will likely to stay in the organization. Compensation motivates the employees it tends to improve their performance and they are likely to retain in the organization. This is consistent with the research done by (Eric Ng Chee Hong, Lam, Ramesh Kumar, Charles Ramendran, Vimala Kadiresan, 2012) , where they found the significant relationship between employee compensation and employees' retention.
H3: There is positive relationship between employee training and employee retention
From the hypothesis testing, it shows that there is positive relationship between employee training and employee retention. The value .387 indicates that training is positively correlated with employee retention, which shows that correlation is significant up to 0.01level. Hence, hypothesis 3 is accepted. Job related training is beneficial in many ways. As Thomas Acton and Wilie Golden in 2002 has stated that training enables the employees to solve the problems, increases confidence, motivate them which in return makes them more committed towards their work that will lead to reduction in turnover. Training programs are important for the development of the employees and as well as to retain them. The study in Malaysian higher education institutions by Hong et al (2012) "the impact of human resource management practices on employee retention" showed positive relationship between training and employee retention and considered important factor in retaining employees.
H4: There is positive relationship between appraisal system and employee retention
From the hypothesis testing, it shows that there exists positive relationship between appraisal system and employee retention. The value .404 shows that appraisal system is positively correlated with employee retention. Correlation is significant up to 0.01 levels. Hence Hypothesis 4 is supported. It is observed that when appraisal system is applied in an organization its objective is to examine the performance of the employees so that employees recognize their strengths and weaknesses. They are satisfied that they will be rewarded for their best performance. This is also advisable that appraisal system should be fair. It is an important factor to retain the core employees in the organization. This system clearly indicates the duties and responsibilities of the employees and leads them to career development. Justice, equity and fairness in appraisal system will be beneficial for the organizational commitment. (A.K. Paul and R.N. Anantharaman 2003) .
Conclusion
Employees are valuable assets of any organization. In this ever changing, dynamic, and competitive environment, every organization tends to retain their employees for the successful accomplishment of organizational goals. Organizations have to provide their employees attractive compensation, training opportunities to learn new techniques to boost up their skills, fair appraisal system to identify their strength and weaknesses and to encourage them to give their best to the organization and empowerment to retain them in the organization. Overall I have attempted in this study is to investigate how human resource management practices (compensation, training and development, appraisal system, employee empowerment) affects on employee retention in banking sector of Quetta city. The results of this research showed that positive relation exists between human resource management practices and employee retention. It can be concluded that the organizations who effectively and efficiently apply these HRM practices will likely to retain their core and high talented employees in the organization and human resource management practices have positive effect on employee retention.
Limitations and recommendations of the study
In this study the researcher, encounter some limitations. Firstly, time constraint was one the problems within limited time the researcher had to complete the study. Secondly, the study was cross sectional and the sample size for this study was limited. Thirdly, the respondents tend to be biased in answering the questionnaire provided to them. Forth the researcher only focused on the direct relationship among the study variables. From the above-motioned limitations, the researcher recommends to include other outcome variables like organizational, turnover intention etc and there are many other HR practices which can influence employee retention, should be included in research. The researcher further recommends longitudinal and qualitative study as in qualitative study same unknown factors will also be explored and in qualitative study the respondents will not likely tend to be biased as compare to quantitative. The more correct data will be gathered if sample size is large enough and results that are more reliable will be obtained.
